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ABSTRACT 
 Adults with developmental and intellectual disabilities (IDD) experience 
disproportionate rates of unemployment; only 27.8% of individuals with cognitive 
difficulties are employed in the United States (Institute on Disability, 2018). Job coaches 
work with adults with IDD to promote employment outcomes. However, these job 
coaches often receive limited training (Kluesner, Taylor & Bordieri, 2005) and are not 
prepared to teach skills to promote independence (Towery, Parsons & Reid, 2014). There 
are inconsistencies among best practice guidelines for supporting individuals with IDD in 
the workplace (Migliore, Butterworth, Nord, Cox and Gelb, 2012). This project uses an 
adapted social-ecological model to allow for an understanding of how factors within 
various levels of the model (individual, employer, vocational rehabilitation, societal and 
policy levels) influence factors within another level, and often work together as a system 
to support or act as a barrier to searching for, gaining, and maintaining employment. The 
proposed program, Training Job Coaches in Implementing Evidence-Based Strategies: 
An Occupational Therapy Designed Program also uses a social-ecological model in 
considering how to target multiple levels of the model, specifically the individual, 
  vii 
employers/workplace environment, vocational rehabilitation, and societal levels. In the 
program, job coach participants will complete eight online modules that will be 
completed over the course of two months, taking approximately 1-1.5 hours per module. 
The module includes information about client-centered approaches, supporting an 
employee, building natural supports, accommodations, environmental modifications, 
building and maintaining relationships with employers and community advocacy. Each 
module includes a PowerPoint presentation, reflection assignment and group discussion. 
Participants are required to keep a weekly log of challenges. Participants will then engage 
in four individual follow-up sessions with the program leader, with two being conducted 
in-person at a workplace. The follow-up sessions provide allow further opportunities to 
provide individualized feedback and address specific challenges. Overall, Training Job 
Coaches in Implementing Evidence-Based Strategies: An Occupational Therapy 
Designed Program is an innovative, comprehensive, evidence-based, theory driven 
training program that seeks to provide job coaches with information and skills relevant to 
their work duties.	
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CHAPTER ONE - Introduction 
Nature of the Problem 
Adults with developmental and intellectual disabilities (IDD) experience 
disproportionate rates of unemployment (Siperstein, Parker & Drascher, 2013). Data 
from the United States Census Bureau, American Community Survey (2018) indicates 
that only 22.9% of individuals with cognitive difficulties are employed in the United 
States.  
When considering how to improve employment outcomes for adults with IDD, 
much of the research on factors that contribute to employment rates focus on the 
individual or client factors. However, it is logical to take a broader viewpoint to consider 
how a wider range of factors impact this problem. These factors include community 
employers, vocational rehabilitation agencies, the greater society and policies. In 
accordance with a social-ecological model, factors within one level influence factors 
within another level, and often work together as a system to either support or act as a 
barrier to searching for, gaining, and maintaining employment. 
Impact of the Problem 
The lack of employment for adults with IDD has widespread implications. In 
accordance with a social-ecological model, it is important to consider the effects of 
unemployment across various levels: individual, employer, vocational rehabilitation, and 
societal and policy levels. At the individual level, employment is correlated with 
increased quality of life (Kober & Eggleton, 2005; Miller & Dishon, 2006), health 
(Schur, 2002; Hall, Kurth & Hunt, 2013) and increased access to social networks and 
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social support (Schur, 2002). For employers, hiring employees is associated with more 
favorable views (Ellenkamp, Brouwers, Embregts, Joosen & Weeghel, 2016; Morgan & 
Alexander, 2005), therefore lack of integration may contribute to more negative attitudes. 
Further, at the societal level, unemployment contributes to poverty, with an estimated 
23% of individuals with a disability lived below the poverty line compared to only 15% 
of individuals without a disability (2012 American Community Survey, United States 
Census Bureau, 2014).  
Contributors to the Problem 
As previously described, a social-ecological model can allow for understanding of 
contributing factors across multiple levels. At the individual level, several factors are 
predictive of unemployment including behavioral problems (Martorell et al., 2008; 
Siperstein, Heyman & Stokes, 2014; McDermott, Martin & Butkus, 1999; Timmons, 
Hall, Bose, World & Winsor, 2011), self-efficacy (Andrews & Rose, 2010, Wanberg, 
Kanfer & Rotundo, 1999), interpersonal skills (Lemaire & Mallik, 2008), attendance 
(Lemaire & Mallik, 2008), and previous experience (Siperstein et al., 2014). Further, 
decision and problem-solving skills are predictive of employment outcome (Burt, Fuller 
& Lewis, 1991). At the employer level, time limitations (Rogan, Banks & Herbein, 2003) 
negative attitudes (Rogan et al., 2003; Morgan & Alexander, 2005; Ellenkamp et al., 
2016), lack of awareness (Rogan et al., 2003), lack of on-the-job compensatory strategies 
and training opportunities for natural supports (Mank, Cioff & Yovanoff, 2003) can 
contribute to unemployment rates.  
At the vocational rehabilitation level, there are limited evidence-based practices 
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(Persch, Pfeiffer, Weisshaar, Darragh & Clearly. 2017), limited funding (Rashid, 
Hodgetts & Nicolas, 2017) and services are not consistently available (Schmidt & Smith, 
2007).  
At the societal levels there are limited job opportunities and lack of accessible 
transportation options (Persch et al. 2017; Schmidt & Smith, 2007; Rashid et al., 2017). 
At the policy level there are misaligned federal policies that do not promote employment 
opportunities. This can contribute to lack of funding for vocational programming 
(Butterworth, Smith, Hall & Winsor, 2010). Overall, factors at various levels of the 
model impact one another and contribute to high rates of unemployment among adults 
with IDD.  
Occupational Therapy’s Role 
 Occupational therapists are health and rehabilitation professionals that provide 
intervention targeting the individual and the environment. They are specifically trained to 
address the variety barriers associated with underemployment or unemployment of adults 
with developmental disabilities. Therefore, while occupational therapists are qualified, it 
is important to consider how policies and reimbursement limit opportunities for 
occupational therapists in vocational rehabilitation. 
Scope of this Project 
As previously discussed, research in vocational programming tends to focus on 
the individual with a disability. In particular, there is limited research about evidence-
based practices in training and supporting job coaches that work in competitive 
employment settings with adults with IDD. Migliore et al. (2012) found inconsistencies 
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among best practice guidelines for supporting individuals with IDD in the workplace and 
real job coach practices. Job coaches, also called employment specialists or employment 
consultants, are often paraprofessionals with little training prior to gaining employment 
(Kluesner et al., 2005). In addition, these positions have high rates of turnover 
(Armstrong et al., 2008). Job coaches that are unprepared to teach skills are less likely to 
promote independence (Towery, Parsons & Reid, 2014).  
Overall, there is limited information about evidence-based best practices to 
prepare job coaches for their everyday work duties on an initial and/or ongoing basis. 
Research in employment largely focuses on the individual with a disability, rather than 
other levels (employers, vocational rehabilitation, societal, policy) that may improve 
work-related outcomes.  
This project will (1) identify the need for accessible, cost-effect training for job 
coaches, (2) examine and synthesize existing research to understand what is current best 
practice in training job coaches, and (3) propose a comprehensive evidence-based, 
accessible online training program for job coaches with subsequent individualized 
follow-up sessions.
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CHAPTER TWO – Project Theoretical and Evidence Base 
Overview of the Problem: Research on Employment Outcomes 
Adults with IDD experience disproportionate rates of unemployment; only 
approximately one quarter of adults with cognitive impairments are employed (Siperstein 
et al., 2013). A social-ecological model is best used to describe factors at different levels 
that contribute to the high rate of unemployment. These levels include the individual, 
employer, vocational rehabilitation, societal and policy levels. Figure 2.1 provides a 
visual representation of the factors at each level that impact employment levels. Factors 
within one level influence factors within another level, and often work together as a 
system to either support or act as a barrier to searching for, gaining, and maintaining 
employment. By viewing unemployment among individuals with IDD within an 
ecological model, it becomes clear how programming targeting one level can impact the 
system as a whole.   
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Figure 2.1: Model of Factors that Contribute to Poor Employment Outcomes for 
Adults with IDD 
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Much of the research on factors that contribute to employment rates focus on the 
individual. In order to be hired and to maintain employment, individuals must 
demonstrate certain skills to their employers related to their ability to be safe, efficient, 
and appropriate in a work setting. Several studies cite behavioral problems such as 
aggression and verbal outbursts as barriers to employment (McDermott et al., 1999; 
Siperstein et al., 2014; Timmons et al., 2011). In a retrospective study, inattention, 
interpersonal, and behavioral problems were barriers to maintaining employment in 37% 
of 112 adults with IDD (Lemaire & Mallik, 2008). These personal factors, work quality 
and poor attendance were all commonly cited reasons for termination (Lemaire and 
Mallik, 2008). Siperstein et al. (2014) found that having more experience and more 
adaptive behaviors were predictive of better outcomes in competitive employment 
settings where employers hire individuals with varying abilities. 
Individual thoughts, feelings and attitudes about oneself and others influence 
work outcomes. Self-determination, or one’s belief in their ability to have control of 
choices and decisions that impact one’s future, was found to be a predictor for 
work (Martorell et al., 2008). Self-efficacy, or one’s belief in their ability to be successful 
in a specific area can influence employment outcomes; research suggests that perceived 
competence and self-efficacy impacts motivation to work (Andrews & Rose, 2010). 
Further, self-efficacy and motivation are both significant predictors of the intensity of job 
search over time (Wanberg et al., 1999). Andrews and Rose (2010) identified themes that 
affected motivation to work, including monetary gains, social aspects and perceived 
competence. Further, Hensel, Kroese and Rose (2007) found that motivation to work was 
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strongly associated with ‘status aspiration’, or the desire to gain respect through the role 
of being an employee. Both motivation and positive expectations are strong predictors for 
finding and maintaining employment (Holwerda, Van Der Klink, De Boer, Groothoff & 
Brouwer, 2013). 
At the employer level, several factors contribute to job-related outcomes for 
adults with IDD. Employers with experience hiring adults with IDD describe the 
importance of using role models and other compensatory strategies, while also 
continuously reevaluating performance to reduce job demands or increase support when 
necessary (Ellenkamp et al., 2016). While these compensatory strategies are deemed 
important in promoting the capacity for successful employment, they may also be time 
consuming and burdensome for employers. Research suggests that employers’ may be 
reluctant to hire individuals with IDD due to perceived lack of time to participate in the 
supported employment process (Rogan et al., 2003). Larger businesses tend to have more 
positive perceptions of hiring adults with IDD, likely because there are more resources 
available (Morgan & Alexander, 2005). 
The lack of awareness and negative attitudes of employers and coworkers are a 
barrier to gaining employment for adults with IDD (Rogan et al., 2003). Employers may 
not be aware that individuals with cognitive challenges are able to perform the tasks 
required for a certain position. Research suggests that the interview and hiring processes 
overlook individuals with cognitive challenges who may lack social skills but may 
otherwise have the capacity to perform the essential job functions of a specific 
position (Rashid et al., 2017). Further, lack of training for co-workers is a barrier to 
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maintaining employment; training and involving co-workers has been shown to increase 
job retention (Mank, Cioff & Yovanoff, 2003). 
Research suggests that having experience hiring individuals with IDD can change 
employer’s perceptions and ultimately hiring practices. Employers with experience 
tended to identify more advantages to hiring individuals with cognitive impairments at 
higher rates than employers without experience (Ellenkamp et al., 2016; Morgan & 
Alexander, 2005). A systematic review found that employers’ attitudes were influenced 
by feelings of social altruism and personal responsibility, as well as having previous 
experience employing individuals with IDD (Ellenkamp et al., 2016). This suggests 
that the experience of employing an individual with IDD tended to reduce stigma and 
increase the likelihood of hiring adults with intellectual disabilities in the future. 
At the vocational level, there is a lack of effective programming that allows for 
the hiring and retention of adults with IDD in competitive employment settings. Adults 
with IDD seeking employment often feel there is a lack of programming to improve their 
skills (Schmidt & Smith, 2007). Those who had attended employment programs tended to 
feel much more prepared for the workforce than those who had not attended, suggesting 
the importance of expanding access to this type of programming (Schmidt & Smith, 
2007). In addition, vocational programs are not always structured or funded to provide 
necessary ongoing support to maintain employment (Rashid et al., 2017).  
In addition, at the vocational level, there is not an adequate amount of job coaches 
to work with those would may benefit from this type of support. A systematic review of 
26 studies indicated that the availability of job coaches influences an employer’s decision 
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to hire (Ellenkamp et al., 2016). The results from a large-scale study in North Carolina 
suggest that individuals with assistance from a job coach were significantly more likely 
to become re-employed after job loss (Howarth, Mann, Zhou, McDermott & Butkus, 
2006). This suggests that individuals with access to job coaches are more likely to 
become re-employed and that access to services can be a barrier to employment.  
In addition, at the vocational rehabilitation level, lack of effective job matching 
practices contributes to poor unemployment outcomes. Individuals may be placed in a job 
due to availability rather than finding a fit between the person’s skills, interests, and the 
demands of the job. While job matching has been used for decades, there is currently not 
a universal systematic method for job matching (Persch et al., 2015). Further, without 
collaboration that promotes training or employment opportunities, local businesses have 
little exposure to working with individuals with disabilities. As previously discussed, this 
can contribute to negative attitudes at the employer level (Ellenkamp et al., 2016). 
            At the societal level, accessible and reliable transportation can be a barrier to 
gaining and maintaining employment. Unreliable transportation methods can contribute 
to poor punctuality and attendance. For people with intellectual disabilities, transportation 
is commonly cited as a main barrier to employment (Schmidt & Smith, 2007). For 
employment settings that are not accessible by public transportation, employees with IDD 
have to rely on specialized transportation options, which are often unreliable (Rashid et 
al., 2017). Professionals and individuals with disability identify transportation as a barrier 
when job matching does not consider how an individual will get to and from their place 
of employment (Persch et al., 2017). 
  
11 
At the policy level there is an overall lack of funding for programs that promote 
competitive employment. Integrated employment receives only 20% of the total funding 
for day programming and participation in nonwork services has steadily 
risen (Butterworth et al., 2010).  
Policies are not consistently understood or utilized by recipients. The Ticket to 
Work and Work Incentives Improvement Act of 1999 is a program designed to help 
adults with disabilities to gain and maintain employment. These beneficiaries who 
receive Social Security Disability Insurance (SSDI) or Supplemental Security Income 
(SSI) are able to work towards financial independence without risk of losing Medicare or 
Medicaid benefits. According to the Social Security Administration (2010), only a 
quarter of beneficiaries know about the Ticket to Work Incentive Act, with another third 
of beneficiaries reporting that they knew of this type of supportive programming but not 
by name. The Social Security Administration has outlined a plan to increase outreach and 
communication. 
Strengths and Limitations of Research on Employment Outcomes 
Study Participants 
Studies of individual skills and behaviors tend to include individuals with mild to 
moderate intellectual disability (Holwerda et al., 2013; Lemaire & Mallik, 2008; 
Martorell et al., 2008; Rose and Andrews, 2010). Rose and Andrews (2010) and 
Holwerda et al. (2013) only included participants with mild disabilities. In the Hensel et 
al. (2007) study, while all participants were receiving supported employment services, 
only 44 of 60 participants had received a diagnosis of intellectual disability, as defined by 
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the British Psychological Society.  Since research suggests that higher intelligence 
quotient (IQ) is associated with increased rates of competitive employment (McDermott 
et al., 1999), it is necessary to consider how research involving only participants with 
mild disabilities may be skewed. Because inclusion criteria may only include individuals 
with a certain level of functioning or cognition, research findings may not be applicable 
to individuals who may be categorized as a person with a severe developmental 
disability.  
In addition, research of supported employment tends to have majority male 
participants. Andrews and Rose (2010) conducted a study with 10 participants, 8 of 
whom were male. In the Hensel et al. (2007) study, 75% of the participants were male. 
Holwerda et al. (2013) included a participant pool of 735 individuals that was 58% male. 
Wanberg et al. (1999) included participants that were 60% male. Research suggests that 
men with developmental disabilities tend to receive vocational rehabilitation services at 
higher rates and also tend to have more favorable outcomes than woman (Howarth et al., 
2006; McDermott et al., 1999). Regardless, studies with males being the overwhelming 
majority may not reflect the national population of individuals with IDD. 
Research on employment outcomes tends to focus on transition age individuals 
between ages 16 and 22. Andrew and Rose (2010) conducted a qualitative study of 10 
individuals, all of whom were college-aged adults age 18–20. Holwerda et al. (2013) 
included participants ages 15–27, with almost 90% of participants being ages 15–20. 
Research suggests that younger age is associated with more favorable work-related 
outcomes (McDermott et al., 1999), and therefore it is important to recognize that 
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findings from studies that include mainly young adults may not be generalizable to older 
adults. 
While many studies do tend to focus on transition age young adults, there is some 
research that involves a slightly older population. Hensel et al., (2007) included 
participants ranging from 19–55 years old, with an average age of 34 years. McDermott 
et al. (1999) included 11,743 participants with an average age of 36. Wanberg et al. 
(1999) included participants with a mean age of 41 years old. 
Study Locations 
Research of workplace policies and practices is not exclusive to the United 
States. Rashid et al. (2017) conducted their grounded theory study of employment 
support practices in Canada. Andrews and Rose (2010) conducted their qualitative study 
in England. The Holwerda et al. (2013) study was conducted in the Netherlands 
and Martorell et al. (2008) in Spain. It is important to note these study locations as 
competitive employment policies are practices vary internationally. 
Many studies attempt to combat the potential bias associated with completing 
research in a single location. Rogan et al. (2003) included participants in both urban and 
suburban environments; research was collected in a large eastern city, a medium size city 
in the northeast, and two large cities in the Midwest and northwest, respectively. Howarth 
et al.  (2006) conducted their study across the state of South Carolina. Wanberg et al. 
(1999) collected data in Minnesota out of two locations, one of which was in Minneapolis 
and the other was more suburban.  Timmons et al. (2011) collected their data in 
Massachusetts from 12 community rehabilitation providers that varied in size, location, 
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mission and philosophy. These studies provide examples of how research in employment 
outcomes attempts to control for geographic and demographic factors. 
Response Bias 
There are potential response biases in several cited studies. For example, Morgan 
and Alexander (2005) conducted a survey of businesses in the western United States and 
received responses from approximately half of the identified businesses. Wanberg et al. 
(1999) identified 748 eligible participants and received initial surveys from 603 and 
follow-up surveys at three months from 296. Timmons et al. (2011) offered a $100 
stipend for completing the interview process in an effort to increase the response 
rate. Results may not be representative of the whole population when response rates are 
low, or participants receive compensation for study participation. Participants with more 
favorable attitudes may be more likely to respond. 
There are also potential biases associated with the use of self-report measures as 
individuals may be reluctant to disclose negative or unfavorable information (Van de 
Mortel, 2008). Rogan et al. (2003) relied on observation and semi-structured interviews 
with stakeholders including supported employees, coworkers, supervisors, directors and 
consultants. Holwerda et al. (2013) used mainly self-report measures assessing 
motivation, expectations, self-knowledge, self-esteem and perceived support. Wanberg et 
al. (1999) also included self-report measures for job search competencies, constraints and 
intensity. Since employers and employees may want to be viewed in a favorable manner, 
they may be reluctant to be honest and upfront about their experiences. 
Another limitation of research on employment outcomes for adults with IDD is 
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that the participants are often identified from rehabilitation services. This is problematic 
since it excludes individuals who may not have previously received services. Siperstein et 
al. (2014) attempted to combat this potential bias by including a nationally representative 
sample of individuals who had no previous experience in the labor force.  
Summary of Research on Employment Outcomes 
Overall, the social-ecological model suggests that in order to promote 
employment for adults with IDD, it is necessary to intervene across multiple levels 
simultaneously. Overall, much of the research on employment focuses on building 
individual skills rather than supporting the employer’s ability to provide successful, 
meaningful employment opportunities (Rashid et al., 2017). Using a social ecological 
model allows for a more comprehensive understanding of the dynamic nature of 
interaction among the levels. High rates of unemployment are a result both of individual-
level and environmental-level factors that influence one another. On a policy level, lack 
of funding can be partly attributed to stigma and inaccurate perceptions about individuals 
with intellectual disabilities in the workplace. Inadequate funding leads to lack of 
widespread effective programming, thus not providing opportunities for individual skill-
development. In conclusion, using a social ecological model to consider multiple levels 
of influence and their interconnectedness, the factors that contribute to high rates of 
unemployment among adults with IDD are more clearly understood and targeted in 
intervention. 
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Current Practices in Job Coach Training 
 Job coaching is often used to promote employment outcomes for adults with IDD. 
Job coaching seeks to promote inclusion and ensure that individuals are appropriately 
supported to complete assigned work-related duties. Research demonstrates that job 
coach training is associated with increased accuracy with job completion (Parsons, Reid, 
Green & Browning, 2001). A systematic review of supported employment for individuals 
with IDD, autism, and serious mental illness (SMI) found strong evidence for individual 
support placement and support (Smith, Atmatzidis, Capogreco, Lloyd-Randolfi & Semen, 
2017). A study of transition-age youth suggests that community-based training is 
associated with higher rate of employment than classroom-based training (White & 
Weiner, 2004).  
Migliore et al. (2012) found inconsistencies in best practice guidelines for 
supporting individuals with IDD in the workplace and real job coach practices. Job 
coaches, also called employment specialists or employment consultants, are often 
paraprofessionals with little training prior to gaining employment (Kluesner et al. 2005). 
In addition, these positions have high rates of turnover (Armstrong et al., 2008). Job 
coaches that are unprepared to teach skills are more likely to complete tasks on behalf of 
the employee they are supporting (Towery et al., 2014), which is unlikely to lead to 
increased accuracy or independence on the job. 
While most agencies or organizations that fund job coaches in competitive 
employment settings provide training in an orientation or through shadowing 
opportunities upon hire, there is limited information about evidence-based practices to 
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prepare job coaches for their everyday work duties on an initial and/or ongoing basis. 
Research in employment largely focuses on the individual with a disability, rather than 
formal or informal supports that may improve work-related outcomes. Therefore, it is 
important to examine existing research about job coach training and to identify priorities 
for further research.  
 There are distinct phases of supported employment that should be addressed 
during the training process. As identified by Wehman et al. (2012), these phases include 
assessment and development prior to the job search, developing and searching for a job, 
jobsite training, and developing long-term supports so that the job coaches’ role can fade 
out over time. According to Wehman et al. (2014), the most demanding phase is the 
initial jobsite training. Overall, it is important that training is comprehensive and 
addresses all phases so that job coaches are supported in using evidence-based strategies 
throughout the continuum of the employment process.  
Review of Studies in Job Coach Training 
 Existing research on specific programs include training on a wide variety of 
strategies, including individualized approach, prompting strategies, training natural 
supports and networking within the community. Table 2.1 provides information about the 
general content and implementation procedures of specific training programs.  
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Table 2.1: General Content and Implementation of Intervention Studies  
Intervention 
Study  
General Content  Suggested Implementation  
Brock et al., 2016 Task analysis  
Simultaneous prompting 
Least-to-most prompting  
• 8 1-hour group training sessions over 
10 weeks (weekly with a 1-week break) 
• Didactic instruction (PowerPoint) and 
interactive components (role playing, 
feedback) 
 
McHugh, Storey 
and Certo, 2002 
 
Training of natural supports; 
researchers used a 43-item 
checklist to guide training  
• 2 1:1 training sessions, 1.5 hours and .5 
hours  
• Didactic instruction and interactive 
activities (discussion, exercises)  
 
Hagner, Dague 
and Phillips, 2014 
 
Week 1: Workplace Support and 
Workplace Culture 
Week 2: Orientation and 
Training, Ongoing Support and 
Supervision 
Week 3: Facilitating Inclusion 
into Workplace Cultures 
Week 4: Consultation Skills and 
Professionalism 
 
• 20-hour online training, 4 weekly 
modules  
• Flexible timing, students can log on at 
their convenience   
• Didactic instruction (narratives, videos) 
and interactive activities (exercises, 
discussion boards) 
Butterworth et al., 
2012 
 
Day 1: Person-centered 
employment approach (career 
planning, networking, 
development of job search plan) 
Day 2: Relationships with 
employers (marketing, assessing 
needs, job matching) 
Day 3: Building community 
relationships (connecting with 
resources)  
• 24-hour in-person group training, 2 
consecutive full-days and 1 full-day 2 
weeks later  
• 1:1 worksite visit with trainer 1- 3 
months after training 
• Use of a training manual with 
resources, information and forms  
• Didactic instruction (lecture) and 
interactive activities (discussion, group 
activities)  
• Homework consisting of community-
based exercises and fieldwork 
 
Association of 
Community 
Rehabilitation 
Educators (2013) 
Domain 1: Application of core 
values and principles to practice  
Domain 2: Individualized 
assessment  
Domain 3: Community research 
and job development  
Domain 4: Workplace and related 
supports  
• At least 40 hours (online or in person) 
• Emphasis on interactive instruction 
(activities, exercises, fieldwork 
assignments) 
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Program Implementation and Procedures to Train Job Coaches 
Intensity and Duration of Intervention 
The number of hours of the training varied in the research programs described by 
Table 2.1. The shortest training was two hours of total training (McHugh et al., 2002), 
and the others being 8 hours (Brock et al., 2016), 20 hours (Hagner et al., 2014), 24 hours 
(Butterworth et al., 2012), and 40 hours (ACRE, 2013). While the results of the two-hour 
training suggested that the outcomes were promising, they concluded that ultimately two 
hours is insufficient and recommended additional training (McHugh et al., 2002).  
The duration also varied. Trainings were held across two weeks (Butterworth et 
al., 2012), four weeks (Hagner et al., 2014) and 10 weeks (Brock et al., 2016). While the 
initial training in the Butterworth et al. (2012) took place over 2 weeks, 2 individual 
follow-up sessions were scheduled for 1-3 months after conclusion of the training. In 
another study it was unclear the length of time between each of the two training sessions, 
although the authors provided a list of required tasks to be completed prior to scheduling 
the second session (McHugh et al., 2002).  
In a systematic review, Brock and Carter (2013) identified evidence across studies 
that supports using follow-up support as a method for training paraprofessionals. 
Butterworth et al. (2012) provided individual follow-up sessions to address participant-
specific concerns. Brock et al. (2016) identified job coaches who did not reach an 
expected accuracy during the observation and provided an additional 10-minute session 
immediately after the conclusion of the observation period. 
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Virtual Training 
 While in-person training comprised the studies in Table 2.1, training for job 
coaches can also be delivered virtually, which may provide more flexibility with 
scheduling. Hagner et al. (2014) delivered their intervention virtually, allowing 
participants to log on 1-2 times a week to access the modules. While the training did not 
have to be completed at a specific time, participants were required to respond to 
discussion posts in order to interact with other participants and engage in a critical 
thinking, problem-solving process.  
1:1 vs. Group Training 
 Training for job coaches can be delivered 1:1 or in a group format. Brock and 
Carter (2013) found that in a systematic review of paraprofessionals working with 
students with IDD, all 13 included studies had trainings that were delivered on a 1:1 
basis. Brock et al. (2016) used primarily training in a small group setting with four 
participants, with participants receiving additional 1:1 training if their performance on a 
role-playing activity indicated that they needed further instruction. Similarly, Butterworth 
et al. (2012) provided training in a group format with 1:1 follow-up training. 
Trainers 
The background of the trainers varied. The trainers in the Brock et al. (2016) 
article were university faculty with expertise in instructional strategies. In other instances, 
the trainers were individuals with experience in employment support with unspecified 
levels of education (Butterworth et al., 2012).  
  
21 
Best Practices Job Coaching Strategies   
Increasing Level of Natural Support 
All intervention studies described included training that sought to increase the 
level of natural support so that employees with IDD can continue to work as support from 
a job coach is reduced over time. Natural supports include coworkers, supervisors, and 
managers that work alongside the supported employee. Evidence suggests that workplace 
culture and social environment impacts perceived inclusion (Butterworth, Hagner, Helm, 
& Whelley, 2000) and training job coaches can impact the role that natural supports play 
(McHugh et al., 2002). The Association of Community Rehabilitation Educators (ACRE, 
2013) included increasing natural support as one of the 12 core competencies in domain 
4, workplace and related support. These studies suggest the importance of providing 
instruction and practice to improve the effectiveness of natural supports.  
The intervention studies often include instruction and practice in training natural 
supports in the employment setting. Hagner et al. (2014) described the importance of 
building up natural supports by teaching and encouraging the employees with IDD to use 
prompts and other support strategies for task completion. In addition, Gelb et al. (2012) 
assert the importance of providing training to natural supports on a continuous basis to 
address real-life situations that may arise on the job, as well as to train employees that are 
new to the workplace. 
McHugh et al. (2002) focused their intervention on building natural supports. 
They developed and used a 43-item Job Coach/Natural Supports Record Form which 
sought to serve as a training guide, checklist, and outcome measure. Examples of items 
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included in the checklist are redirecting questions/comments to the supported employee, 
modeling appropriate responses, and encouraging ongoing meetings. Further, the 
participants were also asked to read two articles about natural supports and engage in a 
discussion about the strategies presented in the article in order to reinforce and reflect on 
items described by the form.  
Compensatory Strategies/Physical Environment 
 Wehman et al. (2016) described the use of compensatory strategies, including 
memory aids or other support strategies. These strategies can aid in learning or 
remembering how to complete a particular task. For example, a bagger at the grocery 
store may have a visual chart of the required steps that would serve as a reference. In this 
particular study, Wehman et al. (2016) used an iPod touch which included apps with 
workplace checklists, timers, visual and auditory cues.  
McHugh et al. (2002) included redesigning the work environment in their 43-item 
Job Coach/Natural Supports Record Form. This may include considering lighting, noise 
level, and organization of the physical space to increase communication and workflow. 
Systematic Instruction 
According to the U. S. Department of Education (2008), systematic instruction a 
best practice instructional method when working with students with cognitive disabilities 
(Shay, 2017). Systematic instruction includes instructor explanation and demonstration, 
student problem-solving, systemic understanding of the elements of a task, and ongoing 
feedback. Training in systematic instruction should include information about skill 
matching, physical assistance, positive reinforcement, assistive technology, and various 
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types of prompts and cues.  
The Association of Community Rehabilitation (ACRE) training certificate 
includes systematic instruction as one of the 12 competencies under domain 4, workplace 
and related supports (ACRE, 2013). Systematic instruction was mentioned as a 
component in one of the described interventions (Wehman et al., 2012). The Brock et al. 
(2016) study focused solely on systematic instruction strategies including task analysis, 
simultaneous prompting, and least-to-most prompting.  
Establishing and Maintaining Connections with Job Sites 
 While training tends to emphasize on the job coaching and increasing levels of 
natural supports, it is imperative that job coaches have connections with job sites in order 
to develop or identify available positions. Gelb et al. (2012) described the importance of 
knowing where to look for jobs, develop proposals, and create customized jobs. In 
addition to the development of positions, it is also necessary to maintain relationships 
with employers over time in order to both support their existing employees but also to 
create and identify future positions (Butterworth et al., 2012). 
Best Practices in Training Job Coaches  
Didactic Instruction 
Didactic instruction is often used in conjunction with other strategies. Brock et al. 
(2016) used PowerPoint presentations to provide the following information: the strategy, 
steps to implementation, two examples that illustrate the steps and a visual demonstration 
of the examples (rolling silverware or washing a table). Didactic instruction was 
emphasized when a new skill was being introduced, and faded over the course of the 
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training, allowing increased opportunities for practice as participants became more 
competent.  
One study included a manual with information about the training program 
including additional resources and websites (Butterworth et al., 2012). This can serve as a 
helpful tool to use after the training program concludes. 
Interactive Components 
While training programs for job coaches may include lecture and discussion, all 
described interventions that included interactive components in order to increase 
understanding and application of the material. In order for programs to meet ACRE 
accreditation standards for skill-based competencies, participants must engage in 
interactive activities such discussion, exercises, and fieldwork assignments (ACRE, 
2013). 
Role Playing 
Role playing is a practice often used to facilitate learning; participants are placed 
in a simulated situation where they must make decisions and problem-solve. Role-playing 
is often used as it allows participants to practice skills in a safe and supportive learning 
environment. Brock et al. (2016) used specific role-playing scenarios that sought to 
simulate workplace scenarios, including washing tables and rolling silverware.  
Real Life Practice  
Real life practice was also used as a training method (Butterworth et al., 2012). 
These fieldwork opportunities allow for practice applying strategies discussed in the 
training. In one exercise, participants were asked to contact employers in the community 
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for the purpose of gaining information about potential job opportunities (Butterworth et 
al., 2012).  
Performance Feedback and Modeling 
In a systematic review, Brock and Carter (2013) identified that evidence across 
studies supports using performance feedback and modeling as method for training 
paraprofessionals. Feedback can be used in the moment to give participants an evaluation 
of their performance. Modeling is demonstration of steps relative to a specific strategy. 
McHugh et al.(2002) provided feedback of their initial workplace observation and gave 
individualized steps to enhance natural supports and address implementation barriers. In 
another study, feedback was provided during the final interview; participants were given 
an opportunity to ask questions about challenges and were given strategies based on the 
scenarios they described in their workplaces (Hagner et al., 2014).  
In addition to feedback provided by observation and interview, feedback can also 
be given based on role-playing scenarios done in the training. Brock et al. (2016) used 
this strategy by having the facilitator describe what steps were done correctly and 
incorrectly. For incorrect steps, information was provided either by description or by 
modeling the correct action. Feedback was typically provided individually, although at 
times was given to the group if the instructors felt that the group would benefit from the 
information.  
Outcome Measures 
 There was no overlap in outcome measures used in the programs. One program 
included outcomes that related to the employee with IDD (McHugh et al., 2002). All 
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studies had outcomes measures that assessed job coach performance. Table 2.2 provides 
information about specific program outcomes organized by the various levels: employee, 
job coach, and workplace environment. 
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Table 2.2: Outcomes of Intervention Studies Organized by Level  
Intervention  Outcomes – Employee with IDD  Outcomes – Job Coach  Outcomes – Workplace 
Environment  
Brock et al. 
(2016) 
 Accuracy performing each of 3 strategies in role-
playing scenario  
• Based on video recording and coding, 
percentage correct calculated by divided 
number of steps by total number of steps 
• Role play instructing and cuing for a bagging 
grocery task (different task) than tasks role-
played during the intervention 
• Author role played being an adult with IDD, 
gave both correct and incorrect learner response   
 
Self-rated of perceived proficiency of 3 strategies 
on a 5-point scale (1=notice, 5=expert)    
 
McHugh et 
al. (2002) 
 
Vocational Integration Index 
measuring integration of workers 
with IDD (completed by job coach) 
Job Coach/Natural Supports Record Form 
• 43 items developed by author based on existing 
literature 
Social validation assessment 
(completed by supported 
employee’s work supervisor) 
Hagner et 
al. (2014) 
 
 Job coach interviews  
• 30-45 minutes, open-ended questions to assess 
decision making process  
 
At a 6 month follow up:  
Time Log  
Job Satisfaction Scale 
Teamwork Questionnaire 
(completed by supervisor)  
• 6 items rated on a 5-point 
Likert scale   
 
Workplace Culture Survey -
analyzes workplace cultures into 
31 elements, based on 
observation and interview  
Butterworth 
et al. (2012) 
 
Hourly wages of placed employees 
Number of hours worked (placed 
employees) 
• Both collected prior to study 
and at 1-year follow-up 
Number of employees placed by the job coach 
within a 1-year period  
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Strengths and Limitations 
Table 2.3 provides information about strengths and limitations of the studies described.  
Table 2.3: Strengths and Threats to Validity Across Intervention Studies  
Intervention  Strengths to Promote Validity  Threats to Validity   
Brock et al. 
(2016) 
• Multiple baseline across measures design; 
introduction of intervention staggered for each of 
three behaviors  
• Baseline outcome measures taken prior to 
intervention  
• Participants varied in age, education, amount of 
experience  
• Outcome measures video recorded and coded with 
the use of a detailed coding manual  
• Coders trained prior to study, needed to reach 95% 
agreement with 1st author  
• Inter-observer agreement was 96%   
• Graphs of data provided; visual analysis conducted 
• Convenience sampling  
• Small sample size (N=6)  
• Lack of generalizability due to being conducted in a 
university classroom, practicing very specific situations 
(wiping table, rolling silverware), and outcomes based 
on observation of role play rather than real on-the-job 
situation 
• Limited amount of baseline data; experimental effects 
not demonstrated across participants, therefore unclear 
if progress in all cases was due to the intervention  
• Data collection taken immediately after completion, 
therefore unclear if strategies were retained over time  
McHugh et 
al. (2002) 
 
• Multiple probe design 
• Baseline measures established through 4 on-site 
observations using Natural Support Checklist   
• Outcome measures conducted pre and post  
• Convenience sampling 
• Small sample size (N=3) 
• Authors suggest that more observations over time 
would provide more comprehensive information  
• Reliance on self-report with job coaches rating their 
own performance  
Hagner et al. 
(2014) 
 
• Conducted a pilot version and revised based on 
feedback 
• Fidelity data collected through semi-structured 
interviews 
• Convenience sampling  
• Small sample size (N=17) 
• High rate of attrition (due to not completing the 
program, not meeting eligibility criteria, not consenting 
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• Standardized measures with strong reliability and 
validity  
• For semi-structured interviews, external auditor 
was used for coding  
to participate, not retaining employment to complete 
outcome measures)  
• No baseline measures; unclear if there was 
improvement  
Butterworth 
et al. (2012) 
 
• N=84, across 25 employment programs 
• Baseline measures established  
• Random assignment to control group and 
intervention group  
• Standardized training manual  
• Convenience sampling  
• 61% response rate (from those who met eligibility 
criteria and provided data for analysis)  
• Reliance on self-report data; participants were aware if 
they were in the intervention group 
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Overall, there are several common themes in the literature. The quality of the 
evidence supporting specific training programs for job coaches is weak. Sample size in 
several studies was small, with one study only including three participants (McHugh et 
al., 2002) and another with six participants (Brock et al., 2016). In addition, all studies 
included in Table 2.3 relied on convenience sampling. Job coaches were typically 
selected because they were motivated and had availability to participate in the training, 
and therefore this poses concerns for generalizability as the participants may not be 
representative of the population of job coaches as a whole. Only one study had a control 
group, although still used convenience sampling for their participant pool (Brock et al., 
2016). Further, studies tended to have high rates of attrition with a large percentage of 
participants dropping out over the course of the studies (Hagner et al., 2014).  
In several of the studies, the job coach participants had up to several years of 
experience in job coaching (Brock et al., 2016; Hagner et al. 2014). Therefore, it is 
important to consider maturation and whether benefits of training are consistent for both 
participants with and without experience.  
 Further, reliance on self-report data is a potential limitation (Brock et al., 2016; 
McHugh et al., 2002). It is natural for participants to want to show improvement after 
dedicating time and energy towards participation in a training, and therefore results may 
not be valid.   
 The four distinct phases of supported employment as described by Wehman et al. 
(2012) are often not addressed in training. Several of intervention studies described 
focused only on the jobsite training and developing long-term supports, while not 
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addressing assessment and development prior to the job search and developing and 
searching for a job (Brock et al., 2016; McHugh et al.,  2002). This may be viewed as a 
limitation since trainings were generally not comprehensive in addressing all the duties 
performed by a job coach.  
Despite studies including job coaches with varied experience, an overall strength 
of the studies is that all participants were currently working as job coaches with 
individuals with IDD in community employment settings. This is important as they are 
more likely to be representative of job coaches as a population, and because participants 
were able to consider and receive feedback on the specific jobsites and employees that 
they work with.   
Implications 
Overall, there is limited research to inform program implementation and 
procedures in training job coaches. In-person trainings have benefits in that participants 
are able to receive live feedback and to engage with peers through group activities. 
Online trainings may be less personalized but do offer different advantages in that they 
are time and cost effective and may be more accessible for participants.  
Trainings must be long enough to allow for explanation and practice with 
strategies. McHugh et al. (2002) assert that two hours is insufficient at providing a 
comprehensive training, although it is unclear if longer trainings such as the 40-hour 
requirement by ACRE (2013) leads to improved job coach performance.  
Interactive components were included in all intervention studies described and are 
an imperative aspect of training for any paraprofessional. Allowing opportunities to 
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practice and problem-solve while providing feedback allows participants to reflect on and 
improve performance over time.     
Conclusion 
 Overall, there are many factors that contribute to high unemployment rate among 
adults with IDD, and these factors span the social-ecological model. While the 
intervention studies described include a variety of different concepts and strategies for 
training job coaches, it is imperative that training seeks to address multiple levels of the 
social-ecological model to promote effectiveness. As described, the literature suggests 
that instruction and practice in training natural supports, systematic instruction, 
compensatory strategies and altering the physical environment should be included in job 
coach training programs.  
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CHAPTER THREE – Description of the Program 
Program Description  
Training Job Coaches in Implementing Evidence-Based Strategies: An 
Occupational Therapy Designed Program is a proposed program for job coaches that 
work with adults with IDD in competitive employment settings. The purpose of the 
program is to provide a comprehensive training that addresses all aspects of the 
employment continuum, including assessment and development prior to the job search, 
developing and searching for a job, jobsite training, and developing long-term supports 
(Wehman et al., 2014). This program acknowledges the barriers that rehabilitation 
agencies may encounter when providing training in evidence-based strategies, including 
access to limited resources. Overall, the program seeks to increase job coaches’ 
understanding of and ability to implement evidence-based strategies when supporting 
employees with IDD in the workplace. 
Using an online group format with interactive components, participants will 
complete eight modules over the course of two months. Job coach participants will then 
engage in a follow-up period lasting approximately four months in which they will work 
individually with a trainer to refine the skills they learned in their initial training.  
The following will provide additional information on the program objectives, 
program features, theoretical framework and potential barriers to implementation.  
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Program Features 
As described in Chapter Two, the evidence literature about job coach training 
programs was reviewed and key features and components were synthesized in order to 
develop this proposed program.  
Method and Process of Delivery 
 Training Job Coaches in Implementing Evidence-Based Strategies: An 
Occupational Therapy Designed Program will take place over the course of six-months. 
The program will consist of primarily two components: (1) a two-month online group 
training and (2) four individual follow-up sessions.   
The online training will consist of eight modules. The modules will include both 
didactic instruction and interactive components such as case studies, virtual role-playing, 
fieldwork assignments, self-reflection and group discussion. The didactic portion will 
include a PowerPoint presentation for each online module that outlines the goals of the 
module, steps to implementation, examples, and potential barriers.  
Participants will be able to log in at their convenience. The requirement is that 
participants will log in at least two times a week, once to review the PowerPoint and 
complete the assigned reflection question and again to respond to a peer’s reflection. 
Participants may choose to log in more frequently should they choose. 
Interactive components such as role playing, fieldwork assignments and self-
reflection activities have repeatedly been identified as important features of programming 
in the evidence literature (ACRE, 2013; Brock et al., 2016; Butterworth et al., 2012). 
When participants take an active role in learning they better able to understand the 
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strategies and therefore more likely to generalize the material to their own work. Virtual 
role-play will be used to practice implementation of strategies. The fieldwork homework 
assignment in Week Six will include requirements to communicate with employers and to 
consider how to advocate for inclusive work environments in the community.  
 Further, while participating in the online modules during the first two months, the 
job coach will be required to keep a weekly log of challenges they encounter in their 
everyday work. These challenges may relate to their direct job coaching experiences 
within competitive employment settings, or to challenges related to job searching and job 
development. Participants will then be required to respond to at least two peers weekly, 
offering suggestions based on their personal experience or based on information learned 
through the modules. The program leader will also provide weekly feedback. 
Personalized feedback should be used in training programs as it allows participants to 
improve over time (Brock & Carter, 2013; McHugh et al., 2002). 
In addition, the log will also provide valuable information during the follow-up 
phase. Participants will be required to review their log prior to the follow-up and identify 
at least three areas that continue to be challenging to be addressed in follow up sessions. 
Two of the sessions take place at a competitive employment worksite and will be 45-60 
minutes. The other sessions will be through Zoom, an online communication platform, 
and will be approximately 20-30 minutes. Follow-ups are used in training programs as 
they allow further opportunities to provide individualized feedback and address specific 
challenges (Butterworth et al., 2012; Brock & Carter, 2013; Brock et al., 2016). 
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Theoretical Framework  
As described in Chapter Two, the relatively low unemployment rates among 
adults with IDD can be explained using a social-ecological model. In accordance with 
this model, Butterworth et al. (2012) conducted a study in which the topics of the three 
modules corresponded with three of the levels of the social-ecological model: using a 
person-centered employment approach (individual level), building relationships with 
employers (employer level), and building relationships with the greater community 
(societal/community level). While the Butterworth et al. (2012) study’s theoretical 
foundation for the intervention is consistent with a social-ecological model, the study 
focused on the job development, job search and developing long-term supports. The 
study did not emphasize the jobsite training (Butterworth et al., 2012), which tends to be 
the most intensive phase (Wehman et al., 2014) 
Hagner et al. (2014) conducted a study with four topics covered each week, 
including (1) workplace support and culture, (2) orientation and training, ongoing support 
and supervision, (3) facilitating inclusion into workplace cultures, and (4) consultation 
skills and professionalism. While these topics do address several levels of the social 
ecological model, it does not cover the phases of job coaching as described by Wehman 
et al. (2012). The Hagner et al. (2014) study addressed aspects of the employment 
continuum including jobsite training and development of long-term supports but did not 
provide training related to initial assessment and development of a position and the job 
search process. 
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This program seeks to address all four stages of the job coaching continuum while 
also intervening at multiple levels in accordance with the social-ecological model. The 
following table describes how the levels within the social-ecological model correspond 
with the stages of the job coaching, as defined by Wehman et al. (2012), and which 
training module each relates to. 
Table 3.1: Levels of the Social-Ecological Model, Corresponding Stage of Job 
Coaching, and Corresponding Module 
Levels of Social-Ecological 
Model 
Corresponding Stage of Job 
Coaching  
Corresponding 
Module  
Individual (employee with 
IDD) 
1. Assessment and job development 
3. Jobsite training 
2, 3  
Employers (including natural 
supports and environment) 
3. Jobsite training  
4. Developing long-term supports 
4, 5  
Vocational Rehabilitation 
institution/systems) 
4. Developing long-term supports 6 
Societal (community) 2. Development and job search  
4. Developing long-term supports  
7 
 
Content 
The program modules will be designed to address specific levels of the social-
ecological model, including the individual levels, employers/workplace environment, 
vocational rehabilitation, and societal. While less explicitly described by title of the 
modules, the continuum of job coaching duties is comprehensively addressed by the 
program as described by Table 3.1. Table 3.2 describes the learning objects, key concepts 
and materials for each online training module.  
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Table 3.2: Module Concepts, Content, Activities and Materials  
Module and Topic  Key Concepts  Content and Activities   Materials    
Week One: 
Introduction   
• SMART goals  • Outline of the program 
• Information about how to access program materials and program 
completion requirements  
• Education about SMART goals  
• Interactive activity: Identifying what to add to pre-written goals 
in order to adhere to SMART goal template  
Reflection: Using the SMART goal worksheet, write three goals 
for yourself for the course of the program.  
Reflection 2: Could SMART goals be used with your clients? 
• PowerPoint 
presentation 
• SMART goal 
worksheet  
Week Two: Client-
Centered Approach 
• Career planning  
• Job matching  
• Education on developing 
a job search plan 
 
• Explanation of client-centered approach and strength-based 
approach including implementation, examples in the form of a 
case study and potential barriers 
• Interactive activity: Participants identify specific skills necessary 
for two job positions 
Reflection: In collaboration with the client, create a job search plan 
using the worksheet provided as a guide.  
 
• PowerPoint 
presentation 
• Job planning 
worksheet  
Week Three: 
Supporting an 
Employee at the 
Workplace  
• Systematic Instruction 
(Shay, 2017) 
• Simultaneous Prompting 
(Brock et al., 2016) 
• Least-To-Most 
Prompting (Brock et al., 
2016) 
 
• Description of strategies, including steps to implementation, 
examples, and potential barriers 
• Videos of each strategy across three workplace scenarios 
(folding a shirt, stocking a shelf and  
• Interactive activity: virtual role-play using strategies with task of 
using a copy machine 
Reflection: For each of the three strategies discussed, described 
how they can be used in job coaching. 
• PowerPoint 
presentation 
• Videos 
 
Week Four: 
Building Natural 
Supports Within the 
Workplace 
• Coworkers as natural 
supports (McHugh et al. 
2002; Hagner et al., 
2014; Gelb et al., 2012)  
• Outline of strategies on how to use coworkers as natural 
supports, including steps to implementation, examples, and 
potential barriers 
• Interactive activity: virtual role-play  
• PowerPoint 
presentation 
• Natural Support 
Checklist  
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Reflection: Complete the natural support checklist and describe 
strengths, areas for improvement and barriers faced at a specific 
workplace.  
• Article about 
natural supports 
Week Five: 
Accommodations 
and Environmental 
Modifications  
• Environmental 
modifications 
• Compensatory strategies 
(Wehman et al., 2016) 
 
Description of environmental modifications and compensatory 
strategies (ex. memory aides, assistive technology) including 
steps to implementation, examples, and potential barriers 
Reflection: What’s one way you have used environmental 
modification or compensatory strategies in your work as a job 
coach? 
• PowerPoint 
presentation 
Week 6: Building 
and Maintaining 
Relationships with 
Employers  
• Networking in the 
community  
• Ongoing relationships 
with employers 
(Butterworth et al., 
2012).  
• Customized employment 
opportunities (Gelb et al., 
2012) 
• Universal design and 
accessible workplaces 
• Strategies for maintaining relationships with employers 
including examples, and potential barriers 
• Information about universal design and low-budget strategies for 
more inclusive workplaces 
Reflection/Fieldwork Assignment: By phone or email, contact at 
least 3 employers in the community to inquire about future 
employment opportunities.  
• PowerPoint 
presentation 
Week 7: 
Community 
Advocacy  
• Community awareness  
• Community advocacy  
 
• Strategies on how to advocate in the community including 
examples, and potential barriers 
Reflection: Consider one way you might realistically advocate for 
inclusive employment opportunities within your community.   
• PowerPoint 
presentation 
Week 8: Wrap-Up 
and Review  
• Self-reflection  
 
• Provide feedback on module structure and content  
• Review and reflect upon SMART goals created in Reflection 1  
• PowerPoint 
presentation 
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Personnel and Program Leader 
During the first implementation pilot phase of the program, the program 
developer, an occupational therapist, will serve as the program leader during the online 
and individualized portions of the program. The program developer, an occupational 
therapist (OT) will elicit feedback from rehabilitation professionals throughout the 
implementation process in order to ensure that the program meets standards expected by 
the rehabilitation agency. 
During or after the pilot phase, an external program leader will be selected. This 
individual will be a professional with extensive experience with job coaching and training 
job coaches. The program developer will continue to be available on a consultative basis 
up to one hour per week should the program trainer have additional questions or concerns 
during the program.  
Having a training program for job coaches designed by an OT is in accordance 
with the underlying skills required by job coaches. OTs are trained to use a client-
centered, strength-based approach to promote activity engagement, and therefore are well 
qualified to offer strategies and design training programming for paraprofessionals. OTs 
are skilled at task analysis, environmental modification, compensatory strategies and 
promoting social participation, all of which are important components to this training 
program.  
Participants and Recruitment Procedure 
The program will target job coaches who are new to the field with less than a year 
of experience. It is mandatory that participants have at least one month of experience as a 
  
41 
job coach prior to start of the study so that they are able to consider the course material in 
the context of their work environment. They must be in a position where they are 
expected to find or create job opportunities within the community, engage in a job 
matching process with an individual with IDD, participate in the jobsite training and 
work with natural supports to create an inclusive environment. The program will not 
accept participants at jobsites with a distance greater than 25 miles from the program 
leader. These job coaches must be 18+ year-olds, working full-time as a job coach, be 
able to read and write English, and must be able to access the internet regularly to 
participate in the online modules.  
 Recruitment will be done by both the program developer and the program leader. 
The program trainer may use their existing network to contact agencies and inquire about 
interest in participation. Agencies that employ job coaches will be identified through 
professional conference 
Barriers to Implementation 
 The program seeks to strategically plan for potential barriers. Table 3.3 provides 
information about potential barrier to implementation with proposed solutions.  
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Table 3.3: Barriers to Implementation and Proposed Solutions 
Potential Barriers   Proposed Solutions 
Lack of funding • As described in Chapter Six: Funding Plan, the program 
developer will seek a contract with a vocational rehabilitation 
agency and/or a grant. 
High rate of attrition  • If participants miss a due date, they will be contacted via email 
within 24 hours to ask how they are doing and how they would 
be best supported in completing the program 
• Participants will be granted reasonable extensions on due dates 
if they contact the program leader in advance 
Limited participation in 
online discussions  
• Discuss the importance of participation in online discussions at 
the start of the course 
• Discuss and negotiate rules for discussion board with program 
participants 
Gaining approval for 
program leader and job 
coach to have two sessions 
at competitive employment 
settings 
• After the job coach has discussed the session with the 
supervisor or management, the program leader will contact the 
supervisor or manager by phone to further discuss the 
opportunity and to answer any questions  
Recruiting job coaches for 
participation 
• As described in Chapter Six: Funding Plan, partnering with a 
vocational agency would allow access to a pool of 
paraprofessionals that might be candidates for program 
participation 
• Vocational agencies may give participants time to complete the 
program and follow-up sessions during work hours 
Hiring qualified program 
personnel to deliver 
training 
• As described in Chapter Seven: Dissemination Plan, the 
program developer will attend conferences and will engage in 
various networking activities with the goal of identifying a 
qualified program leader. 
Limited educational 
backgrounds of job 
coaches  
• The program material will be provided in a user-friendly with 
accessible language  
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Conclusion 
Overall, this program seeks to provide a comprehensive training for job coach 
participants to improve their ability to understand and implement evidence-based 
strategies. As described, the program uses both the social-ecological model and the job 
coaching continuum (Wehman et al., 2012) to guide the content of the intervention. The 
online modules allow for information to be accessed in a cost-effective, feasible manner. 
The 1:1 follow-up sessions provide additional opportunities for individualized feedback. 
Therefore, the combination of the online modules and follow-up sessions contributes to a 
training that is cost-effective in teaching several evidence-based strategies, but also gives 
participants individualized practice that they might need in order to implement the 
learned strategies. 
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CHAPTER FOUR – Evaluation Plan 
Introduction 
As discussed in Chapter Three, this program seeks to improve the capacities of 
job coaches to understand and implement evidence-based practice while working with 
adults with IDD in competitive employment settings. The logic model seen in Appendix 
B is a synoptic visual representation of the relationships of the resources, problem, 
theory, activities, and outcomes. This chapter will provide a summary of short, 
intermediate and long-term outcomes and a proposal of how these outcomes will be 
assessed. Further, the chapter will describe the progress for gathering feedback in order to 
further develop the program.  
Outcomes 
Short-Term Outcome: Upon completion of eight modules (prior to follow-up sessions), 
program participants will demonstrate increased knowledge of evidence-based strategies. 
 
Upon completion of the program, participants will be emailed a quiz with the 
expectation of completion the questionnaire within one week. A reminder will be sent 
after five days to participants who have not yet completed the measure. The quiz will be 
taken online using Qualtrics, an online survey platform, as answers can be easy gathered 
and graded by the program, thus requiring fewer resources on behalf of the program 
leader. 
The goal of the quiz is to assess basic understanding of the concepts learned in the 
eight modules. The following provides examples of multiple-choice questions.   
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(Module 2, Module 4) A manager at a retail store pulls you aside to let you know that 
they are not satisfied with the individual that you have been job coaching. What might 
be the best course of action? 
A) Request a meeting so that you can sit down with the manager and address any 
concerns 
B) Suggest that your employee quit and you will help them to find another job  
C) Discuss the feedback with the employee, and request a meeting for yourself, the 
manager and the employee to address any concerns 
D) Ask for more information, assure them that everything will be fine and that you will 
address it.  
 
Which of the following is NOT a compensatory strategy that might help an individual 
with memory impairments learn how to independently start a clothing dryer? 
A. An audio recording in which the steps are verbally dictated   
B. A visual of the steps with both text and photos 
C. Continuing to provide verbal prompts so that the person learns the steps over 
time  
 
Intermediate Outcome: Upon completion of the program, participants will be more 
capable of implementing evidence-based strategies. 
 
This intermediate outcome will be measured using an open-ended questionnaire. The 
open-ended questionnaire will consist of 8 open-ended questions, each of which relate to 
the eight modules of the program.  The following are examples of open-ended questions 
as they relate to their corresponding module, as well as an overarching question to assess 
what learning material participants valued for their work as a job coach. 
• Consider the goals you created for yourself in Module 1. For each of the three 
goals created, describe in detail if you met that goal and what actions contributed 
to your success. If you did not meet your goal, either revise your goal to be more 
relevant or achievable, or alternatively describe specific actions that will 
contribute to your reaching that goal in future. (Module 1) 
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• Please describe in detail a recent situation in your job coaching practice in which 
you used one of the following: systematic instruction, simultaneous prompting or 
least-to-most prompting. What was the outcome? Do you think the strategy was 
effective in teaching a skill or promoting successful task completion? Were they 
any barriers in implementing the strategy? (Module 3) 
• Please describe in detail a recent situation in your job coaching practice in which 
you promote the use of natural supports. What else could you do in the future to 
continue to build these supports? (Module 4) 
• Please describe in detail a recent situation in your job coaching practice in which 
you changed the environment in order to promote learning or successful task 
completion. (Module 5) 
• Since the beginning of the program, have you established or grown any 
partnerships within the community? If so, what are these partnerships? If not, 
please describe specific actions that may contribute to building a partnership in 
the future. (Module 6, 7) 
In addition to the open-ended questionnaire, participants will complete a survey to 
assess the use of strategies and changes in learning and capacity to implement the 
strategies (see Appendix B). This survey will be completed two weeks prior to the first 
follow-up session. Three days before the follow-up session participants will receive an 
email reminder to complete the worksheet. Subsequently, the worksheet will be emailed 
within three days of completion of the four follow-up sessions. Completing the survey 
twice will allow for assessment of changes that occur during the four individualized 
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follow-up sessions.  
Long-Term Outcome: One year after program completion, employers that work with 
program participants will demonstrate increased rates of retention at their employment 
sites.  
 At a one-year follow up, data will be collected via email. This data will include 
the number of individuals with IDD that the job coach supports in competitive 
employment settings. For each individual that they job coach, additional information will 
be collected about average hours worked per week and hourly wage.  
Since job coach participants are new to the field (<six months experience), 
gathering information about the current individuals with IDD that they job coach will 
provide limited information. Job coaches may naturally increase their duties even without 
training, and therefore using pre and post comparisons will not provide accurate data 
about the effectiveness of the program. Therefore, data will be collected from matched 
job coaches from the same vocational rehabilitation. These matched job coaches will 
have 1-1 1/2 years’ experience, which is the same level of experience that the job coach 
participants will have at the one-year program follow-up.  The matched job coaches will 
only participate in the standard training offered by the vocational agency at the time of 
orientation. 
Process Evaluation 
Evaluation of program feasibility will focus on evaluating logistical elements to 
ensure that the program can be adjusted to meet the needs of the participants. In order to 
do so, the author will collect qualitative data from participants after module 1, module 8 
and after the follow-up sessions have been completed. The data collection after module 1 
will be imperative to collect feedback to ensure that the technology is functioning 
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properly and that participants are able to access the material with ease. The data 
collection after module 8 will be more expansive to gain a better understanding of how 
accessible the material is based on content and to determine if the participants found the 
material relevant to their work as a job coach.   
Data collection will be gathered through a posttest which includes open-ended 
and Likert-style questions. Results from the feasibility evaluation will be entered into 
Microsoft Excel. When appropriate, data related to feasibility will be shared with 
stakeholders. This will allow opportunities for feedback and discussion about changes to 
the program that will address the barriers to implementation that may arise. 
Conclusion 
 In summary, the evaluation plan consists of conducting a quiz after completion of 
the modules, an opened-ended questionnaire after the follow-up sessions, and data 
collected via email one year after the training. Feedback about program logistics and 
content will also be sought.  
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CHAPTER FIVE – Funding Plan 
Program Description  
Training Job Coaches in Implementing Evidence-Based Strategies: An 
Occupational Therapy Designed Program was designed to fill the need for accessible and 
cost-effective training options for job coaches working with adults with IDD in 
competitive employment settings. The program seeks to provide a comprehensive 
training program for job coaches by addressing the employment continuum including 
assessment and development prior to the job search, developing and searching for a job, 
jobsite training, and developing long-term supports. Further, the program provides 
training beyond just skill development for the individual with the disability; the program 
modules also cover topics such as natural supports, accommodations, environmental 
modifications, relationships with employers, and community advocacy.  
The designed program consists of 8 online modules consisting of PowerPoint 
presentations, worksheets, and discussion boards to promote self-reflection. Additionally, 
the program includes 4 follow-up sessions to address individual concerns and ongoing 
challenges. The following section will outline costs associated with the program and will 
describe potential funding sources. 
Available Local Resources 
The resources for the initial pilot program will be donated by the author of the 
program. These expenses include time, access to a vehicle, gasoline, access to a laptop 
and internet, and communication via cell phone email and Zoom. Since the program is 
delivered online and in-person at completive employment jobsites, there is not a need for 
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a physical space or materials. When the program transitions into the expansion phase, the 
author will continue to donate up to 1 hour/week as a consultant with the program leader 
should additional questions or concerns arise. 
Program materials, including worksheets and surveys will be available 
electronically. Participants are able to print materials should they chose, but it will not be 
required as all requirements can be completed and submitted electronically. While most 
requirements will be completed online, participants will be expected to supply a 
notebook, folder or binder for their weekly log of encountered challenges.   
There are also local experts that may provide advisement prior to, during and after 
program development. Chapter Six will provide more information about how to identify, 
contact and communicate with agencies and professionals. It is expected that any 
individual or agency willing to participate in program implementation would not receive 
funding or compensation.  
The program will not compensate job coach participants for their time. If the 
program is funded through a government agency, job coach participant may be able to 
complete the training during hours of employment and therefore will receive their regular 
hourly compensation for program participation in the modules and in the follow-up 
sessions. Participants may be expected to spend some time outside of work hours 
completed the reflection questions, with this time not to exceed 8 hours total outside of 
work hours.  
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Needed Resources: Budget 
Necessary resources include time/salary, transportation, supplies and 
communication as well as costs associated with the evaluation and dissemination of the 
program. Table 5.1 provides information about the program budget in both the pilot and 
expansion phase of the program.  
Table 5.1: Program Budget 
Budgeted Item  Pilot Phase  Expansion Phase  Justification  
Time/Salary  As previously 
described, this 
author will 
donate her 
time. 
Occupational 
therapist 
consultant (this 
author): Up to 1 
hour/week at 
$0/hour.  
Group facilitator: 
The group 
facilitator will be 
compensated at a 
competitive 
hourly rate of 
$30/hour for an 
estimated 56 
hours, totaling 
$1,680.  
The group facilitator for the expansion 
phase will not an occupational therapist, 
but rather will be carefully selected as an 
individual with expertise in vocational 
rehabilitation. They must demonstrate 
experience with training job coaches. A rate 
of $30/hour is competitive with an annual 
salary rate of $28/hour for a vocational 
rehabilitation counselor (PayScale, n.d.). 
It is expected that the group facilitator will 
take 15 minutes to respond to 8 job coach 
participants’ responses, therefore spend 2 
hours a week per week total for 8 weekly 
modules (16 hours). The 4 follow-up 
sessions for each participant will take 5 
hours (2 phone/Zoom, 2 in-person), 
depending on travel time, equaling 32-40 
hours total. 
Transportation  As previously 
described, this 
author will the 
use of a 
vehicle. 
Mileage 
reimbursement: 
$92.80 
Group facilitator will be reimbursed at a 
rate of 58 cents/mile, the same rate as the 
IRS standard mileage rate (IRS, 2019). 
Group facilitators will make 2 in-person 
visits to competitive employment jobsites 
for each of 8 job coach participants. It is 
estimated these jobsites will be an average 
of 10 miles away. The program will not 
accept participants with jobsites with a 
distance greater than 25 miles.  
Supplies and 
Communica-
tions 
Microsoft 
programs: 
$69.99 (already 
owned)  
 
Microsoft 
programs: $69.99 
(already owned)  
 
It is assumed that both the author and the 
group facilitator have access to Microsoft 
programs, a laptop computer, internet and a 
cell phone.  
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Laptop 
computer: 
$999.99 
(already 
owned)  
 
Internet access: 
$60 (already 
owned) 
 
Monthly cell 
phone data 
plan: $99.99 
(already 
owned) 
Computer: 
$999.99 (already 
owned)  
 
 
 
Internet access: 
$60 (already 
owned) 
 
Monthly cell 
phone data plan: 
$99.99 (already 
owned) 
Evaluation  As previously 
described, this 
author will 
donate her 
time. 
 
 
 
 
Qualtrics 
online 
software: free 
Group facilitator: 
Collecting and 
organizing 
evaluation 
materials will 
take up to 2 
hours, at a rate of 
$30/hour for a 
total of $60.  
 
Qualtrics online 
software: free 
The group leader will be expected to collect 
and organize the surveys and 
questionnaires. Since they will be 
completed electronically, responses from 
questionnaires can be copied and pasted 
into one document and shared with 
stakeholders. The post-quiz will be 
conducted a program such as Qualtrics as 
they offer free survey software that are 
easily gathered and graded.  
Dissemination 
Plan 
$2600.32 $2600.32  
Total Cost   $7033.44 *based on a group size of 8 participants 
 
 
 
Potential Funding Sources 
Grants 
 One option for funding involves applying for a local or federal grant. See table X 
for information about potential available grants.   
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Table 5.2: Potential Grant Sources  
Grant Source  Criteria  
The American 
Occupational Therapy 
Foundation: Nedra 
Gillette Endowed 
Research Fellowship 
• Awarded to a postdoctoral fellow  
• Few specifications besides that research must be relevant to 
occupational therapy practice 
• Award: $5,000 
 
Boston University 
Dudley Allen Sargent 
Research Fund: 
Doctoral Student Fund 
 
• Must be a Boston University Sargent College post-professional 
doctoral student to apply  
• Evaluated by the relevance of research proposal, quality of 
research design and feasibility of project  
• Max award: $5,000 
 
Vocational Rehabilitation Contract 
 Another funding option involves pursuing a vocational rehabilitation contract. In 
the state of Massachusetts, funds are allocated for vocational rehabilitation through the 
Massachusetts Rehabilitation Commission (MRC). The government provides funding 
through contracts with agencies. In order to qualify for funding, the agencies need to 
meet certain requirements in order to demonstrate innovative and effective programming. 
Therefore, this program could potentially seek funding by partnering with an agency that 
receives funding through MRC. 
Conclusion  
Overall, a large proportion of the program budget is for the group leader. The total 
estimated cost is $7033.44. Potential funding sources include seeking local resources, 
federal, state and private grants as well as considering the feasibility of partnering with a 
vocational rehabilitation agency that receives funding through Massachusetts 
Rehabilitation Commission.   
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CHAPTER SIX – Dissemination Plan 
A Training Program for Job Coaches in Implementing Evidence-Based Strategies 
is a program designed to fill the need for comprehensive, evidence-based training for job 
coaches working in competitive employment settings with adults with IDD. Through the 
completion of eight online modules and four individualized follow-up sessions, job 
coaches will improve their skills related to assessment and development prior to the job 
search, developing and searching for a job, jobsite training, and developing long-term 
supports.  
Dissemination Goals 
There are one long-term goal and three short-term goals. Overall, the goals focus 
on increasing communication with vocational rehabilitation professionals, increasing 
awareness of the demand for evidence-based programming, and developing partnerships 
with vocational agencies.   
- Long Term Goal: The dissemination of the program to both the primary and 
secondary audiences will lead to increased awareness of the need for 
comprehensive, cost-effective, evidence-based training programs for job coaches  
- Short Term Goal 1: Within one year, the dissemination of the program will lead 
to contact with at least 10 vocational rehabilitation professionals, government 
officials, or occupational therapists interesting in vocational training.  
- Short Term Goal 2: Within two years, the dissemination of the program will lead 
to the partnering with a vocational agency that can adopt the program to use with 
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the job coaches that they employ.  
- Short Term Goal 3: Within two years, the author will present the proposed 
program at one or more state or national vocational rehabilitation conferences.  
Primary Target Audience 
The primary target audience for the dissemination plan will be leadership, e.g. 
executive directors and program directors at vocational agencies that employ job coaches 
that work with individuals with adults with IDD to develop, secure and maintain job 
placement in competitive employment settings. Dissemination efforts will focus on these 
leaders with the goal that they will adopt and implement the program at the agency. 
Primary Key Messages 
The following key messages are written for the purpose of increasing interest and 
support in the proposed program. These messages are directed to leadership at vocational 
rehabilitation agencies.  
• When training is implemented for job coaches, it is not typically comprehensive 
and tends to focus on supporting an individual with IDD in promoting job skills. 
This training is comprehensive and includes information about assessment and 
development prior to the job search, developing and searching for a job, jobsite 
training, and development of long-term supports. Participation in the program will 
ensure that job coaches are well-equipped to handle the variety of duties that their 
job requires. 
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• There is a lack of evidence-based training program for job coaches and limited 
research has been done about what agencies can do to best support job coaches in 
their employment duties. Therefore, this program would serve as a platform to 
better understand barriers and supports to the training process so that future 
trainings can continue to strive towards being evidence-based and cost-effective. 
Secondary Target Audiences 
The secondary target audience for the dissemination plan will be job coaches as 
they are the potential program participants. It will be imperative that job coaches perceive 
the program as beneficial for their work in order to increase interest in the program. 
Secondary Key Messages 
• Job coaches can face challenging situations at work and it is important that they 
feel qualified to handle the wide range of duties that their position requires. 
Unfortunately, there may be a lack of time or resources to participate in a training. 
This program seeks to provide a comprehensive training so that job coaches are 
better able to not only support your employees in their work, but also advocate 
within the community, develop relationships with employers, and create 
employment opportunities. This program is mainly online so that it can fit into a 
busy schedule and includes individual follow-up sessions to ensure that 
participants are able to apply the course content to their everyday work 
responsibilities. 
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Primary and Secondary Spokesperson 
During the pilot phase of the program, the primary and secondary spokesperson 
will be the author of the program. The author will implement the dissemination plan. In 
accordance with the program goals, the activities seek to increase communication, elicit 
feedback, gain support and ultimately create partnerships. Therefore, additional 
spokespeople may be identified through the dissemination process.  
Dissemination Activities  
Table 6.1 provides information about the dissemination activities across three 
categories – written information, electronic media, and in-person discussion. 
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Table 6.1: Dissemination Activities  
Activity Description 
Written 
Information  
• An electronic fact sheet providing information about the proposed 
program with the authors contact information may be printed out into hard 
copies and distributed at occupational therapy or vocational rehabilitation 
conferences 
• An electronic handout about the research supporting how job coach 
training programs can improve employment outcomes for adults with IDD 
may also be distributed  
Electronic 
Media 
• The electronic fact sheet and handout described previously will be shared 
via email with professionals working in vocational rehabilitation; emails 
will be obtained online or through networking  
• Emailing leadership within vocational agencies to seek out feedback on an 
ongoing basis to further program development 
• A LinkedIn page to provide information and communications about the 
program will be created using the name of the author with keywords 
related to vocational rehabilitation and job coaching; this LinkedIn profile 
may be used to communicate with leadership within vocational 
rehabilitation agencies and will also be used to post brief, targeted 
information for the public about the program to increase awareness and 
foster interest 
In-Person 
Discussion 
• A proposal for a poster presentation to briefly describe program need, 
goals and content will be submitted to conferences such as Massachusetts 
Association for Occupational Therapy (MAOT), American Occupational 
Therapy Association (AOTA), Counsel of State Administrator of 
Vocational Rehabilitation (CSAVR); conferences will also serve as an 
opportunity to network  
 
Budget 
Table 6.2 provides information about the budget associated with the 
dissemination activities. The budget is divided into three categories: written information, 
electronic media, and in-person discussion. This described budget is intended to cover 
dissemination costs associated with the pilot phase of the program; the program 
expansion would require additional funds for dissemination, similar in cost to the pilot 
phase of the program due to the cost of materials, LinkedIn Premium, and conference 
attendance. Therefore, the total cost described below, $2,600.32 would double for a final 
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cost of $5200.64 for dissemination for the pilot and expansion phases.  
Table 6.2: Dissemination Costs  
Activity  Description  Cost 
Written 
Information 
These materials will require mainly 
time rather than a monetary cost. The 
author will donate their time towards 
the preparation of these materials, and 
any edits or feedback received will be 
donated. The cost associated with 
printing materials would include 
printer paper and ink to be used with 
the author’s personal printer.  
Cost of 500 sheets of printer paper: $6.99 
Cost of black and colored ink: $49.99  
Electronic 
media  
Electronic media will require mainly 
time rather than a monetary cost. The 
author will donate their time towards 
the preparation of these materials. In 
order to fully utilize LinkedIn, it may 
be helpful to have a premium account. 
LinkedIn Premium: $29.99/month for 6 
months, $179.94 total  
In-Person 
Discussion 
Costs for conferences (MAOT, 
AOTA, CSAVR) include the 
registration fee, transportation, 
lodging and meals. In spring 2020, the 
AOTA conference is in Boston and 
therefore will be accessible to the 
author’s home via public 
transportation. The annual MAOT 
conference is typically held in 
Norwood, approximately 15 miles 
from the author’s home and accessible 
with the authors’ current vehicle. The 
CSAVR conference in spring 2020 is 
located in the Bethesda, MD which is 
accessible from the author’s home via 
train and uber. If the poster 
presentation is approved, there is cost 
associated with professionally 
printing the poster.  
MAOT 
Registration fee for members: $225 
Transportation: 15 miles at $.58, $8.20 
total 
Lodging: N/A 
Estimated meals: N/A 
AOTA  
Registration fee for members: $451 
Transportation (MBTA, Newton to/from 
Boston Convention and Exhibition 
Center): $8.20 
Lodging: N/A 
Estimated meals: N/A 
CSAVR  
Registration fee for a non-CSAVR 
individual: $510.00 
Roundtrip transportation via train and 
uber (Newton, MA to/from Bethesda, 
MD): $250 
Lodging at Hyatt Recency, location of the 
conference: $149.00/night for 4 nights  
Estimated meals/incidentals: $228  
Professionally printed poster: $87  
  Total Cost: $2,600.32 x 2 = $5,200.65 
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Evaluation   
Table 6.3 provides information about the evaluation of the dissemination 
activities.  The evaluation plan is divided into three categories – written information, 
electronic media, and in-person discussion. 
 
Table 6.3: Evaluation Plan for Dissemination Activities  
Activity  Evaluation Plan  
Written 
Information  
• Number of communications via email, phone, or in-person referencing 
the fact sheet or the flyer would be evidence of dissemination  
Electronic 
Media 
• The number of messages received via LinkedIn referencing the program 
could be considered a measure of program interest 
In-Person 
Discussion 
• Acceptance of a poster presentation at a conference (MAOT, AOTA 
and/or CSAVR) could be considered as an evidence of dissemination. 
Subsequently, the number of participants that demonstrate interest in the 
poster presentation either by reading the poster for longer than 1 minute 
or by interacting with the author would indicate successful 
dissemination.  
 
Conclusion 
 The purpose of the dissemination plan is to provide A Training Program for Job 
Coaches in Implementing Evidence-Based Strategies to reach a variety of audiences in 
order to elicit feedback and support for the program. These target audiences include 
leadership at vocational agencies (primary audience) and job coaches (secondary 
audience).    
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CHAPTER SEVEN - Conclusion 
A Training Program for Job Coaches in Implementing Evidence-Based Strategies 
is an innovative, comprehensive, evidence-based training program that seeks to provide 
job coaches with information and skills relevant to their work duties. Job coaches that 
work in competitive employment settings with adults with IDD have a variety of 
responsibilities across the employment continuum — including assessment and 
development prior to the job search, developing and searching for a job, jobsite training, 
and developing long-term supports (Wehman, et al., 2014). Therefore, it is necessary for 
job coach training to comprehensive by including these varying responsibilities.  
Evidence repeatedly demonstrates the importance of work for well-being (Kober 
& Eggleton, 2005), health (Schur, 2002, Emptage, 2005; Hall et al., 2013; Miller & 
Dishon, 2006) and increased access to social networks and social support (Robert Wood 
Johnson Foundation, 2013; Schur, 2002). Individuals with IDD working integrated 
workplaces report greater satisfaction and social relations (Akkerman, Janssen, Kef & 
Meininger, 2016). This research suggests the importance of work, especially integrated 
employment, for overall for quality of life, thus indicating the importance of promoting 
employment opportunities and outcomes.  
There is a demand for research in training vocational professionals such as job 
coaches. This program provides a theoretically-sound, evidence-based foundation based 
on the limited existing research. Therefore, it is important to expand research to inform 
and promote evidence-based trained programs. This program ultimately seeks to further 
evolve and develop based on feedback and program outcomes in order to contribute to 
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the vocational field and build upon existing research.  
There are many potential barriers associated with program implementation 
including barriers related to funding, time-constraints, negative perceptions and 
resistance to change. The author must remain open to feedback and be flexible in the 
process of further program development and implementation. While this project presents 
a comprehensive, evidence-based program, it is expected that the program will further 
evolve and develop prior to implementation.  
This program was designed to be feasible and cost-effective for job coach 
participants and vocational rehabilitation agencies that employ job coaches. The online 
training format eliminates time associated with travel and allows for the course to be 
completed on a flexible schedule. Further, the program includes individual follow-up 
sessions which allow for increased understanding of program content. While the online 
training format increases feasibility, the individualized coaching and feedback ensures 
that participants understand how to apply course content to their real job duties.  
This program seeks to understand how environmental factors – in this case – 
external supports such as job coaches, natural supports, and physical environment can 
impact performance. Moving beyond solely researching factors associated with the 
individual with a disability allows for a greater understanding of the contextual supports 
and barriers, which ultimately can lead to creating more inclusive workplace 
environments. Therefore, through the implementation and evaluation of job coach 
training programs it becomes more possible to create physical and social environments 
within the workplace that foster success for individuals with disabilities.  
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The short-term and intermediate goals of the program include increasing job 
coach participants’ knowledge of and ability to implement evidence-based strategies 
when working with adults with IDD throughout the employment continuum. The long-
term goal is ultimately increased rates of retention on behalf of the individuals with IDD. 
Additionally, as the program seeks to create an environment that promotes employment 
outcomes by using evidence-based strategies, it is reasonable to hypothesize that this 
environment becomes more inclusive to individuals with varying abilities.   
Overall, this program provides an innovative approach to job coach training that 
should be considered valuable in the vocational field. 
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APPENDIX A: MODULE 1 EXAMPLE 
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APPENDIX B: LOGIC MODEL 
 
Inputs Problem Activities  Outcomes 
Resources Theory Outputs          
 
 
 
 
Program Clients 
The participants in the program are 
job coaches that work alongside 
adults with IDD in competitive 
employment settings. Their work 
duties must include creating job 
opportunities, engaging in a job 
matching process, participating in 
the jobsite training including 
working with natural supports. 
Participants must have between 
one month and one year of 
experience.   
 
Nature of the Problem 
Job coach participants do not 
consistently receive adequate 
training for their role. Overall, 
lack of training is the result of 
dyscoordination between 
multiple factors at different 
levels, including individual, 
employer/environmental, 
vocational rehabilitation, 
societal and policy-level 
factors. 
Without comprehensive, 
evidence-based job coach 
training, individuals with IDD 
are not adequately supported, 
ultimately leading to poor 
employment outcomes. 
 
Program Theory 
The social-ecological model 
informs an intervention that 
targets the individual levels, 
employers/workplace 
environment, vocational 
rehabilitation, and societal. By 
simultaneously promoting 
change in co-workers, 
employers and the greater 
community, the intervention is 
better able to promote an 
inclusive work environment 
with adults with IDD.  
 
Interventions and Activities 
Job coach participant will 
complete: (1) eight weekly 
modules and reflections,  
taking 1-1.5 hours a week, 
covering topics such as client-
centered approaches, 
supporting an employee with 
IDD in the workplace, building 
natural supports, 
accommodations and 
modifications, promoting 
relationships with employers 
and community advocacy and 
(2) four subsequent 
individualized (two in-person, 
two online) follow-up sessions 
to identify person-specific 
challenges and identify 
individualized strategies. 
Short-Term 
Outcome 
Upon completion 
of 8 modules (prior 
to follow-up 
sessions), program 
participants will 
demonstrate better 
understanding of 
evidence-based 
strategies. 
 
 
 
Intermediate 
Outcome 
Upon completion of 
the program, 
participants will be 
more capable of 
implementing 
evidence-based 
strategies. 
 
dd 
Program Resources 
Staffing: One occupational 
therapist (program leader for pilot 
phase, then on consultative basis), 
1 vocational rehabilitation 
specialist (program leader for the 
expansion phase)  
Funding: The program will be 
funded through a vocational 
rehabilitation agency (government 
funded) and/or through a grant  
Facility: The program will take 
place mainly online and 
subsequently with two sessions at 
the workplace 
External/Environmental Factors: (facility issues, economics, public health, politics, community resources, or laws and regulations) 
Workplace culture (willingness to participate and incorporate learned strategies), physical space, time constraints 
 
 
Program Outputs 
Number of job coach 
participants receiving 
training  
Number of individuals with 
IDD who work directly with 
job coach participants who 
receive training  
 
Long-Term 
Outcome 
One year after 
program completion, 
employers that work 
with program 
participants will 
demonstrate 
increased rates of 
retention at their 
employment sites. 
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APPENDIX C: FOLLOW-UP GUIDE AND OUTCOME MEASURE 
Appendix C is a survey used to guide individualized follow-up sessions. It will 
also be used to assess the use of strategies and changes in learning and capacity to 
implement the strategies, as described by the intermediate outcome of the program.  
This worksheet will be provided two weeks prior to the first follow-up session. 
Three days before the follow-up session participants will receive an email reminder to 
complete the worksheet. Subsequently, the worksheet will be emailed within three days of 
completion of the four follow-up sessions.  
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The following is a list of strategies and principles discussed in the online portion of the 
modules. Please check one of the options for each strategy. 
SMART goals (Module 1)  
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Career planning (Module 2)  
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Job matching (Module 2) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Job search plans (Module 2) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Systematic Instruction (Module 3) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Simultaneous Prompting (Module 3) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
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Least-To-Most Prompting (Module 3) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Co-workers as natural supports (Module 4) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Environmental modifications (Module 5) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Compensatory strategies (Module 5) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Networking in the community (Module 6) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Ongoing relationships with employers (Module 6) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
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Customized employment opportunities (Module 6) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Universal design and accessible workplaces (Module 6) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Community awareness (Module 7) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
Community advocacy (Module 7) 
o Have used this strategy, and feel like it has been successful 
o Have used this strategy, but don’t feel like it was successful 
o Have not tried this strategy yet, but ready to 
o Need more information about this strategy before I use it 
 
After completing the survey above, please elaborate on what challenges you are 
having with 3-5 of the strategies listed above. If applicable, include specific actions you 
have taken to address the challenges and the outcomes of actions taken.
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EXECUTIVE SUMMARY 
Introduction 
Adults with intellectual and developmental disabilities (IDD) experience 
disproportionate rates of unemployment (Siperstein et al., 2013). Data from the United 
States Census Bureau, American Community Survey (2018) indicates that only 22.9% of 
individuals with cognitive difficulties are employed in the United States.  
Job coaches are “an approved specialist, who uses structured intervention 
techniques to help the employee learn to perform job tasks” (NYS Commission for the 
Blind, 2016, pp.2). In addition to supporting an individual in the workplace, job coaches 
also have duties related to other aspects of the employment continuum including 
assessment and development prior to the job search, developing and searching for a job, 
jobsite training, and developing long-term supports (Wehman, et al., 2014).  
Job coaches, also called employment specialists or employment consultants, are 
often paraprofessionals with little training prior to gaining employment (Kluesner et al., 
2005). Job coaches that are unprepared to teach skills are less likely to promote 
independence (Towery et al., 2014). Further, Migliore et al. (2012) found inconsistencies 
among best practice guidelines for supporting individuals with IDD in the workplace and 
real job coach practices. Overall, there is a demand for research and consensus about best 
practices for training job coaches.  
Theoretical Frame of Reference 
The theoretical frame of reference is a social-ecological model. Within this 
model, factors within various levels (individual, employer, vocational rehabilitation, 
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societal and policy levels) influence factors within another level, and often work together 
as a system to either support or act as a barrier to searching for, gaining, and maintaining 
employment.  
Using a social-ecological model allows for a comprehensive understanding of the 
wide-range of factors that contribute to the high unemployment rates for adults with IDD. 
At the individual level, several factors are predictive of unemployment including 
behavioral problems (Martorell, Gutierrez-Recacha, Pereda, Ayuso-Mateos, 2008; 
Siperstein et al., 2014; McDermott et al., 1999; Timmons, Hall, Bose, World & Winsor, 
2011), self-efficacy (Andrews & Rose, 2010; Wanberg et al., 1999), interpersonal skills 
(Lemaire & Mallik, 2008), attendance (Lemaire & Mallik, 2008), and previous 
experience (Siperstein et al., 2014). Further, decision and problem-solving skills are 
predictive of employment outcomes (Burt, Fuller & Lewis, 1991). At the employer level, 
time limitations (Rogan et al., 2003), negative attitudes (Rogan et al., 2003; Morgan & 
Alexander, 2005; Ellenkamp et al., 2016), lack of awareness (Rogan et al., 2003), as well 
as lack of on-the-job compensatory strategies and training opportunities for natural 
supports (Mank, Cioff & Yovanoff, 2003) can contribute to unemployment rates. At the 
vocational rehabilitation level, there are limited evidence-based practices (Persch et al. 
2017), limited funding (Rashid et al., 2017) and services are not consistently available 
(Schmidt & Smith, 2007). At the societal levels there are limited job opportunities and 
lack of accessible transportation options (Persch et al. 2017; Schmidt & Smith, 2007; 
Rashid et al.,  2017). At the policy level there are misaligned federal policies that do not 
promote employment opportunities and inconsistencies from state-to-state (Butterworth 
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et al., 2011). Additionally, lack of funding can contribute to lack of employment services 
(Mank et al., 2003, Conley, 2001, Butterworth et al., 2010). Overall, factors at various 
levels of the model impact one another and contribute to high rates of unemployment 
among adults with IDD.  
The high unemployment rate for adults with IDD has widespread implications 
across the levels of the social-ecological model. At the individual level, employment is 
correlated with increased quality of life (Kober & Eggleton, 2005; Miller & Dishon, 
2006), health (Schur, 2002; Hall, Kurth & Hunt, 2013) and increased access to social 
networks and social support (Schur, 2002). For employers, hiring employees with IDD is 
associated with more favorable views of inclusive workspaces (Morgan & Alexander, 
2005; Ellenkamp et al., 2016), therefore limited opportunities may contribute to more 
negative attitudes. Further, at the societal level, unemployment contributes to poverty, 
with an estimated 23% of individuals with a disability living below the poverty line 
compared to only 15% of individuals without a disability (2012 American Community 
Survey, United States Census Bureau, 2014).  
Occupational Therapy’s Role 
 Occupational therapists are health and rehabilitation professionals that provide 
intervention targeting the individual and the environment. They are specifically trained to 
address the variety of barriers associated with underemployment or unemployment of 
adults with developmental disabilities. The proposed program was created by an 
occupational therapist with experience with firsthand experience with job coaching.  
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Proposed Program 
Training Job Coaches to Implement Evidence-Based Strategies: An Occupational 
Therapy Designed Program is a program designed for job coaches that work with adults 
with IDD in competitive employment settings. This program acknowledges the barriers 
faced by rehabilitation programs and agencies that employ job coaches, including limited 
resources (Mank et al., 2003; Conley, 2001; Butterworth et al., 2010), limited educational 
backgrounds of job coaches (Kluesner et al., 2005), and high rates of turnover within the 
field (Armstrong et al., 2008). Further, the program seeks to provide a comprehensive 
training that addresses all aspects of the employment continuum, including assessment 
and development prior to the job search, developing and searching for a job, jobsite 
training, and developing long-term supports (Wehman, et al., 2014). Additionally, 
program modules will be designed to address specific levels of the social ecological 
model, including the individual, employer, vocational rehabilitation and societal levels. 
 The program participants are job coaches who are new to the field with less than a 
year of experience. It is mandatory that participants have at least one month of experience 
as a job coach prior to start of the study so that participants are able to consider the course 
material in the context of their work environment.  
Using an online group format with interactive components, job coach participants 
will complete eight modules over the course of two months. The online modules will 
include both didactic instruction (PowerPoint presentations) and interactive components 
(case studies, virtual role-playing, fieldwork assignments, self-reflection and group 
discussion). Topics covered by the modules include: introduction and goal-setting, client-
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centered approach, supporting an employee in the workplace by using strategies such as 
systematic instruction, simultaneous prompting, and least-to-most prompting, building 
natural supports within the workplace, accommodations and environmental 
modifications, building and maintaining relationships with employers and community 
advocacy. In accordance with a social-ecological model, job coach training will extend 
beyond simply supporting an individual in the workplace by focusing on task completion 
and skill acquisition, but rather will seek to increase integration by changing the physical 
environment, providing training to co-workers and employers, and by advocating within 
the greater community. 
While participating in the online modules, job coach participants will be expected 
to keep a weekly log of challenges they encounter in their everyday work. In addition, 
weekly reflection questions require participants to respond in an online forum and to 
provide feedback to their peers. 
Participants will then engage in a follow-up period lasting approximately four 
months in which they will work individually with a trainer to refine the skills they 
learned in their initial training. Four follow-up sessions will allow further opportunities to 
provide individualized feedback and address specific challenges. Two of the four follow-
up sessions will be completed at competitive employment worksites and two virtual 
sessions will be conducted through Zoom. While reviewing their weekly log of 
challenges, participants will complete a worksheet to reflect on course material prior to 
the follow-up sessions, with the goal that they identify areas that continue to be 
challenging so that these can be addressed in the sessions.  
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During the first implementation of the program, the program developer will serve 
as the program trainer during the online and individualized portions of the program. 
Following the initial pilot phase, the program developer, an occupational therapist (OT), 
will provide any necessary feedback and will be available on a consultative basis should 
the program trainer have additional questions or concerns during the program. The 
program trainer after the pilot phase will be a professional with extensive experience with 
job coaching and training job coaches, although not necessarily an OT.  
Assessment and Outcome Measures 
 The short-term goal of the program is for participants to demonstrate increased 
knowledge of evidence-based strategies. Participants will complete an online survey 
through Qualtrics within a week of completion of the modules to assess basic 
understanding of the concepts learned.  
 The intermediate goal of the program is for participants to demonstrate increased 
capacity to implement evidence-based strategies. This outcome will be measured using an 
open-ended questionnaire consisting of 8 open-ended questions, each of which relate to 
the eight modules of the program.  The questions seek to understand if and how 
participants have implemented the strategies in their work. 
In addition to the open-ended questionnaire, participants will complete a survey to 
assess the use of strategies and changes in learning and capacity to implement the 
strategies (see Appendix B). This survey will be completed prior to the first follow-up 
session and subsequently after the completion of the four follow-up sessions.  
 The long-term goal is for employers that work with program participants to 
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demonstrate increased rates of retention at their employment sites.  At a one-year follow 
up, data will be collected via email. This data will include the number of individuals with 
IDD that the job coach supports in competitive employment settings. For each individual 
that they job coach, additional information will be collected about average hours worked 
per week and hourly wage.  
Since job coach participants are new to the field (less than six months 
experience), gathering information about the current individuals with IDD that they job 
coach will provide limited information. Data will be collected from matched job coaches 
from the same vocational rehabilitation agency with similar level of experience with job 
coaching who have not participated in an additional training beyond the initial orientation 
offered by the vocational rehabilitation agency. 
Evaluation of program feasibility will focus on evaluating logistical elements to 
ensure that the program can be adjusted to meet the needs of the participants. The author 
will assess if technology is functioning properly and that participants are able to access 
the material with ease. Additionally, the open-ended questionnaire after completion of the 
follow-up sessions will allow for better understanding of how accessible the material is 
based on content and to determine if the participants found the material relevant to their 
work as a job coach.   
Funding Plan 
There are costs associated with program planning. dissemination and 
implementation. Much of the resources for the initial pilot program will be donated by 
the author of the program. These expenses include time, access to a vehicle, gasoline, 
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access to a laptop and internet, and communication via cell phone, email and Zoom. 
Since the program is delivered online and in-person at workplaces in the community 
where job coaches support individuals with IDD, there is not a need for a physical space 
or materials. When the program transitions into the expansion phase, the author will 
continue to donate up to 1 hour/week as a consultant for the program trainer should 
additional questions or concerns arise. 
Overall, a large proportion of the program budget within the expansion phase of 
the program is for the group leader. The total estimated cost of the program, including the 
dissemination, is approximately $7000. Potential funding options includes various 
national and local grants or contracting with a vocational rehabilitation agency. A 
vocational rehabilitation contract or partnership with a vocational rehabilitation agency 
would potentially allow the program to utilize government funding.  
Dissemination Plan 
The goals of the dissemination plan include increasing communication with 
vocational rehabilitation professionals, increasing awareness of the demand for evidence-
based programming, and developing partnerships with vocational agencies.  The primary 
target audience includes leadership, e.g. executive directors and program directors at 
vocational agencies that employ job coaches that work with individuals with adults with 
IDD to develop, secure and maintain job placement in competitive employment settings. 
Dissemination efforts will primarily focus on these leaders with the goal that they will 
adopt and implement the program at the agency. 
Dissemination activities can be divided into three categories: written information, 
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electronic media, and in-person discussion. Written and electronic media include an 
electronic or printed fact sheet that provides support for job coach training and 
information about the proposed program. A LinkedIn page will also provide additional 
information and opportunities for networking. Regarding in-person dissemination, this 
author will attend conferences including Massachusetts Association for Occupational 
Therapy (MAOT), American Occupational Therapy Association (AOTA), Counsel of 
State Administrator of Vocational Rehabilitation (CSAVR) and will submit a proposal 
for a poster presentation in order to display program information. All dissemination 
efforts will be conducted by the program developer.  
Overview 
Overall, this program provides an innovative approach to job coach training that 
would advance the vocational field, particularly in better understanding best practice 
approaches to training job coaches. It is imperative to further explore how vocational 
rehabilitation agencies can provide accessible, cost-effective training for job coaches that 
are required to perform duties across the employment continuum.  
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FACT SHEET 
 
 
 
Introduction to the Problem 
 
• Adults with developmental and intellectual disabilities (IDD) experience disproportionate rates of 
unemployment; only 27.8% of individuals with cognitive difficulties are employed in the United States 
(Institute on Disability, 2018). 
• Job coaches work with adults with IDD to promote employment outcomes. However, these job coaches often 
receive limited training prior to gaining employment (Kluesner, Taylor & Bordieri, 2005) and are not 
prepared to teach skills to promote independence (Towery, Parsons & Reid, 2014) 
• There are inconsistencies amongst best practice guidelines for supporting individuals with IDD in the 
workplace (Migliore, Butterworth, Nord, Cox and Gelb, 2012). 
 
Theoretical Framework  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Wehman et al. (2012) described the job coaching continuum:  
 
 
Proposed Program: Training Job Coaches to Implement Evidence-Based Strategies: An Occupational Therapy 
Designed Program  
 
• The program will consist of two phases: 
o Eight online modules will be completed over the course of two months. 
§ Each module includes a PowerPoint presentation, reflection assignment and group 
discussion. 
§ Participants are required to keep a weekly log of challenges.  
§ Participants should expect to spend 1-1.5 hours per module. 
o Four individual follow-up sessions will be conducted with the with group leader, with two being 
conducted in-person at a workplace. The follow-up sessions allow further opportunities to provide 
individualized feedback and address specific challenges. 
§ Follow-up sessions will be .5-1 hour per session 
Assessment and 
development prior 
to the job search
Developing and 
searching for a job Jobsite training
Developing Long-
Term Supports
Training Job Coaches to Implement Evidence-Based Strategies: 
An Occupational Therapy Designed Program  
 
Jennifer Saner, OT, MS, OTR  
OTD Candidate 
 
• An adapted social-ecological model 
allows for an understanding of how 
factors within various levels (individual, 
employer, vocational rehabilitation, 
societal and policy levels) influence 
factors within another level, and often 
work together as a system to support or 
act as a barrier to searching for, gaining, 
and maintaining employment. 
• A social-ecological model can also be 
used to guide programming by 
considering how to target multiple levels 
of the model. 
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Program Content  
 
Module/Topic  Key Concepts  
Week 1: Introduction   • SMART goals  
Week 2: Client-Centered Approach • Career planning, job matching, education on developing a job search 
plan 
Week 3: Supporting an Employee at the Workplace  • Systematic Instruction, simultaneous prompting, least-to-most 
prompting  
 
Week 4: Building Natural Supports Within the 
Workplace 
• Coworkers as natural supports  
Week 5: Accommodations and Environmental 
Modifications  
• Environmental modifications, compensatory strategies  
 
Week 6: Building and Maintaining Relationships with 
Employers  
• Networking in the community, ongoing relationships with employers. 
negotiating customized employment opportunities, universal design 
and accessible workplaces 
Week 7: Community Advocacy  • Community awareness, community advocacy  
Week 8: Wrap-Up and Review  • Self-reflection  
 
 
• The program seeks to address multiple levels of the social-ecological model and the job coach continuum. 
The following describes the relationship between the levels of the social-ecological model, stage of job 
coaching and program module: 
 
Level of Social-Ecological 
Model 
Stage of Job Coaching  Module  
Individual (employee with IDD) 1. Assessment and job development 
3. Jobsite training 
2, 3  
Employers (including natural 
supports and environment)  
3. Jobsite training  
4. Developing long-term supports 
4, 5  
Vocational Rehabilitation  4. Developing long-term supports 6 
Societal (community) 2. Development and job search  
4. Developing long-term supports  
7 
 
Conclusion  
 
• Overall, there is a demand for research in training vocational professionals such as job coaches. 
• Training Job Coaches in Implementing Evidence-Based Strategies: An Occupational Therapy Designed 
Program is an innovative, comprehensive, evidence-based, theory driven training program that seeks to 
provide job coaches with information and skills relevant to their work duties. 
• This program was designed to be feasible and cost-effective for job coach participants and vocational 
rehabilitation agencies that employ job coaches. 
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